INTRODUCTION
The high turnover rate which will cause a negative impact to the organization, it is like creating instability and uncertainty against labor conditions and the rising cost of resources human namely in the form of training costs that have been invested in employees until the costs of recruitment and retraining. High turnover also results in ineffective organizations because companies lose experienced employees and need to retrain new employees.
Based on the results of the Deloitte Millennial Survey (2016) stated that, for the next five years the number of employees who wished to leave the organization amounted to 66% with 27% of employees wanting to remain in the organization, while the remaining 7% had the desire to leave the organization at the time over the next five years. This survey involved 29 countries with themethod interview. Based on the survey results, employees in Indonesia have a 62% desire to leave the company where they work for the next five years.
According to Harnoto (2002: 2) : Turnover intentions are characterized by various things concerning employee behavior, among others: increased absenteeism, lazy work, increased courage to violate work rules, courage to oppose or protest to superiors, and seriousness to resolve all employee responsibilities are very different from usual. These indications can be used as a reference to predict turnover intentions employeein a company (Harnoto 2002, 2) .
High turnover intention can grab the attention of companies because it can disturbing company activities, and catapulting costs such as recruitment, interviews, tests, holiday allowances. The higher the turnover intention of the company, the more often the company experiences employee turnover or turnover, and the costs incurred by the company are far greater. turnover intention Lowcan minimize employee turnover and costs incurred (Dubas and Nijhawan, 2007) .
Handoko (1998) , states that one of the administrative purposes of compensation in this case is payroll to retain existing employees, if compensation is not competitive and does not meet the principle of justice, then there will be implications for the number of good employees going out.
Satisfaction and dissatisfaction with the salary received is a function of the discrepancy between what someone feels will be accepted and how much someone receives. Salary satisfaction can predictabsenteeism and turnover employee. Many studies conclude that the relationship between salary satisfaction and exit intention is negative (Motowildo, 1983 on Lum et al., 1998 Yuyetta, 2002) .
According to Mobley (1977) on Judge (1993) , the desire to end a task or leave an organization is negatively related to job satisfaction. Job satisfaction that is felt can affect one's thinking to get out. Evaluation of various employment alternatives will ultimately lead to turnover because individuals who opt out of the organization will expect more satisfying results elsewhere.
Job satisfaction is also negatively associated with employee (turnover intention) but other factors such as labor market conditions, alternative employment opportunities, and length of employment are important obstacles to abandoning existing work (Robbins, 2001; Tett and Meyer, 1995; Johnson et al., 1987) . Individuals who feel satisfied with their work tend to stay in the organization. While individuals who feel less satisfied with their work will choose to leave and the organization.
Research conducted by Meyer et al. (1993) support that increased commitment is associated withproductivity and turnover lower. Organizational commitment contributes in predicting important organizational variables related to outcomes (for example: intention to leave). The outcome variables tested in this study relate to individual desires to leave the organization and the sample used is nurses. Meyer also concluded that organizational commitment is significantly related to the individual's desire to leave office and activities in the organization. Workers with strong affective commitment will remain in the organization because they feel that they should work that way (Johson et al., 1987; Tett and Meyer, 1995; Lum et al., 1998) .
According to the results of research by Shore and Martin (1989) and Muller and Price (1990) , quoted from Lum et al. (1998) , concluded that job satisfaction and commitment are related to turnover, although organizational commitment has a stronger relationship to exit intention, meaning that job satisfaction is a variable that precedes organizational commitment.
PT Nusantara Indah is a business entity providing labor services and chartering work that was established in the city of Surabaya since 2007. Aside from legality, PT Nusantara Indah is one of the pioneers of labor supply service companies that respected regulations in terms of employment and wages since the company was founded.
This study tries to examine further previous research that examines salary satisfaction, job satisfaction, organizational commitment to the desire to move carried out by Lum. L. Kervin, J. Clark, K. Reid. F and Sirola. W (1998) 
LITERATURE REVIEW Turn Over Intention
Intention to Move Work (Turnover Intention) is the process by which workers leave the organization and there should replace (Mathis & Jackson, 2001 ). Intention of Moving Work is a movement that crosses the membership limit of an organization, the shift of work in this case is the displacement of voluntary work that can be avoided and which cannot be avoided (Simamoa, 1996) . Intention of Moving Work reflects the desire of individuals to leave the organization and look for other alternative jobs (Suwandi & Indriantoro, 1999) model Turnover intention developed by March and Simon (1958) , Mobley (1977) , Price (1977) on Lum et al. (1998 ) all three predict the same thing about someone's desire to leave the organization, that is an evaluation of one's current position regarding dissatisfaction can trigger a person's desire to go out and find another job.
The causes of changing jobs include workers having salary satisfaction, job satisfaction and low organizational commitment to their current work and are motivated to look for other jobs.
Organizational Commitment
Commitment according to William and Hazer (1986) quoted from Lum et al., (1998) defined the frequency level of identification and individual attachment to the organization entered, where the characteristics of organizational commitment include one's loyalty to the organization, willingness to use the business above the name of the organization, the compatibility between one's goals and the goals of the organization.
Meyer and Allen, (1991) on Hackett et al., (1994) define organizational commitment as the degree to which workers identify themselves with the organization and its involvement in the organization.
Organizational commitment is the relationship of the broad relative strength between individuals and organizations, whose characteristics (Mowday et al., 1987) include;
1. The existence of strong beliefs and acceptance of the goals of organizational values, 2. willingness to try as much as possible for the organization, and the 3. existence of a certain desire to know participation in the organization.
Salary Satisfaction Salary
satisfaction can mean that a person will be satisfied with his salary when the perception of salary and what they get is as expected. Some studies identifying aspects of satisfaction found to be related to individual desires to leave the organization include satisfaction with wages and promotion of Lum et al. (1998) ; Tett & Meyer (1993) . Hellriegel & White, 1973; Koch & Steers, 1978; Kraut, 1975; Mobley et. al., 1978) on Suwandi and Indriantoro (1999) Individuals feel a sense of justice (equity) towards the salary received in connection with work that done (Lum et al., 1998) . Handoko, (1998) states that companies must pay attention to the principle of fairness in determining the policy of paying wages and salaries.
Salary satisfaction is a multidimensional satisfaction construct and consists of four sub dimensions namely salary level, salary management structure, salary and allowance increase (Heneman & Schwab, 1988) 
Job Satisfaction
Job satisfaction is an individual orientation that influences the role in work and the characteristics of the work. Handoko (1998) , defines that job satisfaction is a pleasant or unpleasant emotional state with which employees. The entry of labor is very much related to job dissatisfaction (Mathis & Jackson, 2001 ).
Job satisfaction is also negatively associated with employee(turnoverturnover intention) but other factors such as labor market conditions, alternative employment opportunities, and length of employment are important obstacles to leaving existing jobs (Robbins, 2001) . A`4
Employees with high job satisfaction will feel happy and happy in doing their work and not trying to evaluate other work alternatives. Conversely, employees who feel dissatisfied in their work tend to have thoughts of going out, evaluating other work alternatives and wanting to leave because they hope to find more satisfying work (Lum et al, 1998) 
Conceptual Framework Research
Turnover Intention affects organizational effectiveness, turnover the high results in an increase in investment costs in human resources (HR), and can cause instability and uncertainty regarding the condition of the workforce so that this can have implications for the company's performance. This high turnover rate tends to be identified due to several factors including salary satisfaction and low job satisfaction and lack of organizational commitment from employees.
Organizational commitment greatly influences employees to be loyal to the company by expressing their concern for the company so that it can be concluded that organizational commitment influences outgoing intentions.
FIGURE 1. FRAMEWORK FOR THE RESEARCH
Source : Lum et al., 1998; Lance & Vanderberg, 1992; Lee et al., 1992 Hypothesis Based on the development of the above framework model, the hypotheses in this study are: H1 : Salary Satisfaction negatively affects Turnover intention.
H2 : Job Satisfaction has a positive effect on Organizational Commitment H3 : Job satisfaction has a negative effect on Turnover Intention. H4 : Organizational Commitment negatively affects Turnover Intention
RESEARCH METHODS

Research Subjects
In this study the population used was employees of PT Nusantara Indah in Surabaya which aims to determine the level of salary satisfaction, job satisfaction and organizational commitment to the turnover intention of the company. The population in this study was 203 people.
The sample in this study is permanent employees who work more than two years with consideration of having experienced a relatively stable adjustment to organizational values. According to Hair et al. (1995) , determine the formula for determining the number of samples taken for a study by multiplying the number of indicators 20 so that based on the Hair formula (1995), the number of sample sizes that are appropriate for SEM is as many as 100-200 respondents. The number of respondents in this study was 203 people. so, this has met the minimum requirements as suggested by Hair et. al., (1995) .
Data Collection
This study are primary data in the form of questionnaires. The research questionnaire was designed based on theoretical studies and empirical research formulated in the form of open and closed questions. The respondents' identity data were obtained through open questions, while perception data were obtained through closed questions. The instrument used in this study uses a list of standard questions that have previously been tested for suitability, so that a list of standard questions is modified on items that are deemed necessary according to the level of understanding of the respondents taken as samples. Source: Meyer & Allen, 1991 , William and Hazer, 1986 , Lum et al., 1998 Lee et al., 1987 Lee et al., & 1992 
Data Analysis Techniques
RESEARCH FINDINGS AND DISCUSSION
Analysis of Structural Equation Modeling
In this analysis tested causality relationships between variables included in the research model.
Testing of Structural Equation Modeling (SEM) was
carried out with two types of testing, namely test suitability of the model and causality test. The results of data processing for the analysis of full SEM models are shown in Figure 2 , Table 2, and  Table 3 Figure 2.Results Structural EquationModel
Test of Suitability Model -Goodness of fit test
This test was conducted to determine how well the Goodness of Fit level of the research model . This research must meet several criteria required in SEM. The results of data processing are expected to meet predetermined statistical limits. From the suitability test of this model, there are 2 indicators that have subpar values, namely GFI, CMIN / DF , TLI, CFI and and Chi Square this can occur because of the many variables and indicators studied, so that it has a level of complexity in the calculations in the SEM analysis tool, even though the value is still considered marginal and fit for the overall model (Hair, 1995) From Figure 2 and Table 3 above it can be concluded that the level of significance to test the hypothesis of difference is χ 2 -Chi Square is 151,031 with Probability 0,050, indicating that the null hypothesis which states that there is no difference between the sample covariance matrix and the estimated population covariance matrix cannot be rejected, meaning the null hypothesis is accepted.
From Table 3 it can be concluded that the CR value > 1.96 indicates receipt of all hypothesis models in this study (H1-H4) or in other words all hypotheses regarding causality relationships as presented in this research model are acceptable. Table 4 .15 below are then examined further to accept or reject the hypothesis contained in this study. From the test results, the estimated parameter obtained between salary satisfaction and turnover results in a CR value of -4.308, where this value satisfies the CR requirement > 2.0 at the 5% significance level and value p = 0,000 fulfills the requirements <0.05. Thus it can be concluded that the second hypothesis is proven, namely the dimensions of salary satisfaction have an overall negative effect on turnover. The negative influence of job satisfaction on turnover indicates that employees who are satisfied with the salary they receive result in a lower desire for employees to do turnover. In addition, salary satisfaction is indicated by salary levels (pay level, compensation (benefits, increase in pay (pay raise) and payroll structure and administration (Pay structure and administration) that have been high in the eyes of employees resulting in low employee desires to leave the organization he works now and the possibility of individuals looking for work in other organizations
Hypothesis Testing The results of testing the Structural Equation Model found in
H2: There is a positive influence on job satisfaction on Organizational Commitment
The test results obtained the results of estimation parameters obtained between job satisfaction and organizational commitment results in a CR value = 6.066 where this value meets the requirements CR > 1.96 at a significance level of 5% and the value of p = 0.000 fulfills the requirements <0.05. Thus it can be concluded that the first hypothesis is proven, namely the dimensions of job satisfaction have an overall positive effect on organizational commitment. organizational signifies an employee who is satisfied with creativity & independence, working conditions, responsibilities, opportunities for advancement, individual satisfaction, creativity and achievement in accordance with the wishes of employees will result in increasing one's loyalty to the organization, willingness to use the business in the name of the organization (loyalty towards the organization) and the suitability between one's goals and organizational goals.
H3: There is a negative influence on Job
Satisfaction on Turnover Intention.
From the test results, the estimated parameter obtained between work satisfaction and turnover results in a CR value of -4,875, where this value meets the CR requirement > 2.0 at the 5% significance level and p value = 0,000 meets the requirements <0.05. Thus it can be concluded that the third hypothesis is proven, namely the dimensions of job satisfaction have an overall negative effect on turnover. The negative influence of job satisfaction which consists of creativity & independence, working conditions, responsibilities, opportunities for advancement, individual satisfaction, creativity and achievement in accordance with the wishes of employees will result in low employee desire to leave the organization where he works now and the possibility of individuals find work with other organizations.
H4: There is a negative influence of
Organizational Commitment to TurnoverInetntion.
From the test results obtained the results of estimation parameters obtained between organizational commitment and turnover produce a value of CR = -2,852, where this value meets the CR requirements > 2.0 at a significance level of 5% and p value 0.004 meet the requirements <0.05. Thus it can be concluded that the second hypothesis is proven, namely the dimensions of organizational commitment have an overall negative effect on turnover. The negative turnover of organizational commitment indicates that employees who have someone's loyalty to the organization, willingness to use the business on behalf of the organization (loyalty to the organization) and the suitability of one's goals with organizational goals cause employees to have a low desire to leave the organization work now and the possibility that individuals will find work in other organizations.
Conclusion
This study provides significant support for the concept that states that salary satisfaction, job satisfaction and organizational commitment have a negative influence on turnover intention as an effort to reduce the turnover integral.
In an effort to reduce the turnover rate, PT Nusantara Indah must increase the level of salaries given to employees, provide adequate financial assistance to help the economy of employees, to improve relations between employees and between employees and superiors, to provide opportunities for employees to improve their quality through formal education , to strengthen loyalty to the company by meeting the needs and intentions of employees, and to increase employee awareness that they have an important role in supporting the development of the company.
This study also contributes specifically to the themes of turnover intention which have been previously examined by many scientists with variable factors or variables as a series of efforts to reduce turnover by increasing salary satisfaction, job satisfaction and organizational commitment. Thus the formulation of the problem in this study has been answered.
